Adopting a multilingual perspective, this empirical paper explores the varied use and meanings of referents of leadership and management among 24 Welsh senior managers. We argue the importance of recognising the linguistic imperialism of the English language -and its dominant leadership discourse of the heroic individual leader -over locally signified referents of leadership and management in other languages and discourses. At present, the lexical item leadership lacks evaluation of its relevance and meaning within other languages and multilingual contexts. We add to this gap through a discussion of research that analyses 24 Welsh senior managers' reflections on referents of leadership and management and their varied meanings in their two official workplace languages, i.e. Welsh and English. Based on the findings, we explore linguistic power dynamics represented in their reflections on this language diverse work setting and conclude with implications for the practice of leadership and management.
organisational discourses and its impact on publication and leadership and management development processes. Schedlitzki et al. (2016) have argued that the dominant meaning of the lexical items of leadership and management, rooted in Anglo-cultures and deeply embedded in dominant leadership discourse, has colonised organisational practice and academic research to the extent that it has limited our insights into and search for other lexical items, referents for and meanings of leadership. Recognising Ozbilgin's (2011, p. 2) call for 'contextual studies of management', we propose that it is time for leadership studies to take a situated perspective that explores the linguistic roots and multiplicity of lexical items such as leadership and management within multilingual workplaces. This paper contributes to this endeavour through its exploration of lexical items and referents of leadership and management used by Welsh managers in their reflections on their multilingual work context. We discuss some of the shared meanings found within and across Welsh and English and how these relate to or create tensions with the dominant English-language based discourse of leadership and management. Our research objective therefore is to explore the varied use and meanings of referents of leadership and management and reflect on the linguistic power dynamics present in participant reflections rather than the development of a Welsh model of leadership. We conclude with reflections on the implications this has for the practice of leadership and management in multilingual work contexts.
Multilingualism and its place within leadership studies
The last ten years have seen a growing body of critical views that 'challenge the hegemonic perspectives' of mainstream, Anglo-centric leadership studies (Collinson, 2011, p. 182) . These critical voices problematise the taken for granted power relations and dominant Page 4 of 41 leader identity constructions produced through research conducted in largely white, middle class, western, English-speaking, male contexts (see Collinson, 2011; Evans and Sinclair, 2015; Fairhurst, 2011b , Ford et al., 2008 . They are particularly concerned with the extent to which this dominant leader identity is culturally coded (Sutherland et al., 2014) as an individualised, white, masculine image with legitimised power over the subservient, feminised follower (Gordon, 2011; Ford, 2010) . Popular theories embedded in this hegemonic perspective, such as Transformational Leadership Theory (Bass and Riggio, 2006) , are argued to promote heroic leader fantasies that promise greater organisational performance (Alvesson, 2010; Alvesson and Spicer, 2012) but are unachievable and disadvantage those who do not fit into this ideal image. Evans and Sinclair (2015) further remind us that 'the very idea of leadership itself is alien to some cultures' (p.3).
In response, Collinson (2011, p. 190) has encouraged leadership studies to value 'multiplicity, diversity, simultaneity and difference'. He argues that conceptualisations of leadership have tended to be overly positive and dualistic, creating a real need to study and understand multiplicity through an exploration of conceptual overlap, tensions and paradoxes (Collinson, 2014) . Evans and Sinclair (2015) add that leadership research needs to break apart dominant and colonising views of leadership and account for other culturally dynamic, complex patterns of leadership. Both calls have been partially answered by studies taking a power, gender and diversity perspective (e.g. Collinson, 2012; Ford, 2006 Ford, , 2010 Gordon, 2002; Harding et al., 2011; Muhr and Sullivan, 2013) and those exploring leadership in indigenous contexts (Bolden and Kirk, 2009; Evans and Sinclair, 2015; Julien et al., 2010; Turnbull et al., 2012; Warner and Grint, 2006) and providing linguistic analyses (Holmes, 2007; Jepson, 2010a Jepson, , 2010b Koivunen, 2007; O'Reilly and Reed, 2010; Prince, 2006) .
Page 5 of 41 Jepson's (2009a; 2010b) empirical analyses of interviews with German employees in the Chemical Industry, for example, revealed several sample-wide themes that provide a socio-historical account of what leadership means to her participants in their reflections on their specific work context. Working with German language expressions (Mueller, 2007) , Jepson (2010b) is able to explore the specific role of Kompetenz (competence) in the leaderfollower relationship and trace its historical origin and roots in German society's beliefs in collective identity, inward-looking individualism and Ausbildung (education) as a means to freedom and self-enlightenment (Jepson, 2010b) . This socio-historical reading of Kompetenz and its association with an organic paradigm (Barley and Kunda, 1992) of leadership stands in clear contrast to the dominant characterisation of German leadership as 'autocratic' -symbolic of a mechanistic paradigm of leadership -in cross-cultural management studies (Jepson, 2010b) . Apart from highlighting this linguistic misrepresentation of a local signification of leadership, Jepson (2009a) also demonstrated the dynamic and diverse nature of these language expressions, 'supporting Ailon-Souday and Kunda's (2003) argument that national identity is only one of many factors shaping an individual's' (p. 73) identity.
Similar research into linguistic differences, such as Prince's (2006) work on Taoism, has highlighted the importance of challenging universalist assumptions and the need to explore other meanings of leadership. Discursive approaches have also found a stronger foothold within the field and significantly developed our understanding of the discursively constructed and performative nature of leadership theory and its impact on leadership and management practice (Fairhurst, 2011a, b; Ford et al., 2008) . These contributions have particularly served to challenge the above mentioned dominance of an overly positive, masculine, white, middle class image of the ideal leader within leadership discourses and show its negative implications on a diverse workforce. It has helped to make visible the way Page 6 of 41 in which this dominant discourse produces, reproduces and legitimises power relations and inequalities amongst those who are deemed to be leaders, managers or followers.
Yet, these research studies have not fully addressed the need for considering multiplicity in conceptualisations of leadership within and across languages and its implications for our understanding of the varied meanings of leadership in multilingual work contexts. Schedlitzki et al. (2016) raise concerns with the unproblematised dominance of English-language based conceptualisations of leadership and management. They argue that the Anglocentricity of academic publication systems, in particular, has disadvantaged scholars working within other languages and as such limited our insights into the relevance and transferability of the lexical items leadership and management into other languages. Steyaert and Janssens (2013) warn that taking a multilingual perspective and exploring the heterogeneous nature of language means to be aware that 'there is no mother tongue, only a power takeover by a dominant language within a political multiplicity' (Deleuze and Guattari, 1987, p. 7) . Hence, multiplicity of languages does not only refer to several languages being present but recognises the variation within any given language and linguistic space. As a consequence 'there is no such thing as a universal English language (…) but that people construct English as it suits their purposes in a given context at a given time' (Steyaert and Janssens, 2013, p. 133) . This further implies recognising language use as 'the result of a political process' and researching 'this political process (…) in situ, focussing on how the multiplicity of languages is enacted as a negotiated multilingualism' (Steyaert and Janssens, 2013, p. 133) . Such research into the 'interplay and hierarchy between languages' (Steyaert and Janssens, 2013, p. 133) helps to illuminate heterogeneity within specific languages and highlight the extent to which leadership in itself is a negotiated power relationship expressed through language and discourse. As such, a closer examination of the linguistic roots and Page 7 of 41 meanings of leadership and management across and within different languages and discourses will provide us with a means to enriching our conceptual understanding of leadership as a situated practice. Evans and Sinclair (2015) stress the importance of recognising multiplicity as a means to working against the risk of essentialising insights into culturally situated practice or indeed 'enabling Western notions of leadership to be the uninspected norm against which all others are measured' (p. 3). By giving voice to otherwise silenced notions of leadership meaning, we can create an alternative discourse (Sliwa and Johansson, 2014 ) that encourages contextually sensitive leadership practices. By making visible power relations and alternative leader images, such analyses may hence bring the sought for multiplicity and diversity into leadership studies and practice.
In recognition of the identified need to re-evaluate dominant, taken-for-granted, Anglo-centric conceptualisations of leadership and explore linguistic heterogeneity, this paper advances our understanding of the multiplicity of meanings that lexical items such as leadership and management can take in the multilingual context of Wales. Through the analysis of 24 qualitative interviews with senior managers working in organisations in Wales, the paper intends to make visible the 'multilingual side' (Steyaert and Janssens, 2013, p. 133) of leadership language within and across Welsh and English. Of importance here is the great diversity in usage and role of the Welsh and English languages within organisations in Wales, reflecting the complex socio-historical context of this language-diverse setting. Taking a power-based reading of the participants' reflections on language use allows us to highlight implications for practice. The paper begins with a brief contextual account of language multiplicity in Wales and then proceeds to a discussion of methods, analysis and findings.
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The multilingual context of Wales
Modern Wales is a diverse society with two official languages -Welsh and Englishand several immigrant languages (e.g. Urdu, Somali, Cantonese, Polish, Irish). Its history and culture are deeply rooted in both ancient Celtic traditions and centuries of political rule by outsiders (Davies, 1994) . This section and the empirical analyses in this paper will particularly focus on the relations between the two official languages Welsh and English, recognising their predominant use within managerial contexts in Welsh organisations.
Jones- Evans et al. (2011, p. 220) stress that, particularly due to Wales' history as a dominated country, the 'Welsh language incorporates the unique experiences, thoughts, and expressions of a people over the last millennium and a half', marking the ability to speak Welsh as an important aspect of social identification. This is reflected in the prominent role that cultural activity in the form of music and poetry has taken in the history of Welsh society. Ancient Welsh traditions such as the annual 'Eisteddfod' -a cultural competitionoften came into being as a reaction to external challenges and have since significantly contributed to the importance of the Welsh language -expressed through song and poetryas a symbol of social belonging amongst Welsh speakers (Davies, 1994) . This importance of cultural activity in Welsh society is reflected in historically recorded meanings of the Welsh equivalent to leader -arweinydd -as a conductor (Geiriadur Prifysgol Cymru, University of Wales Dictionary). Indeed within the Welsh language, the functional noun arweinyddleader -dates back to the 16 th century, whereas verb equivalents to the English leadingarwain -and managing -rheol -have been recorded as early as the 12 th century.
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The complex relationship with England is deeply interwoven in this history of the Welsh language and its role as a symbol of social belonging. It is important to recognise that, under dominant English rule, the dominated Welsh language was subject to public ridicule and banned from schools in the 19 th century (Davies, 1994) . As a consequence of this linguistic imperialism of the English language (Phillipson, 1992) (Davies, 1994) . This was supported by a surge of Welsh-language speaking schools since the 1960s, the introduction of the Welsh Language Act in 1993 and the establishment of the Welsh Government in 1998 -all nurturing the Welsh national feeling and promoting active use of the Welsh language (Connolly et al., 2000; Jones-Evans et al., 2011 ). Yet, whilst Welsh is the first language in some areas in the North and West of Wales, English remains the majority language in Wales.
Indeed, the 2011 census showed that only 19% of the overall population in Wales were able to speak Welsh (Jones- Evans et al., 2011) . There is also diversity in dialects amongst those (Jepson, 2009b) where -particularly in the private sectorthe English language is used as the sole de facto business language (Jones- Evans et al., 2011) .
This ongoing power play between different languages and discourses will arguably influence an individual's sense-making of leadership and management practice (Jepson, 2010a) .
Beyond the Welsh context, Steyaert and Janssens (2013) have similarly stressed the cultural, historical, institutional and political dimensions of language use. The power play between languages and discourses in organisational settings has been generally found to have significant implications for an individual's career as language skills can impact on group and decision-making inclusion or exclusion (Piekkari, 2008; Sliwa and Johansson, 2010) . Steyaert et al. (2011, p. 25) items. We will pay particular attention in our reading of senior managers' reflections on language use in the workplace to possible linguistic power dynamics. We recognise the limitations of exploring only the interaction of the two official languages in Wales as this may not capture the full complexity and diversity of languages spoken in situ. We recognise multiplicity within these two languages and pay attention to discourses, but due to the small sample, we are unable to capture and analyse in detail diversity across Welsh and English dialects. Follow-up studies need to explore interactions of these official languages with other discourses, minority languages and compare leadership language use across different dialects.
Methodology
The empirical material we draw on for our empirical analyses here is taken from a qualitative research project into leadership and management referents in the Welsh Language, co-funded by a University located in South Wales and the Welsh Government. The research was conducted through qualitative interviews, exploring the use and meaning of Welsh and English-based lexical items linked to leadership and management within participants'
responses. As such, the project sought to shed light on shared, local and contextual meanings of these concepts within and across languages. Qualitative analyses of the interviews enabled exploratory, thematic interpretations of the nuanced meanings of these lexical items and their uses within and across the English and Welsh language within the interview setting.
Each interview started with the use of word cards as a projective technique (Goetz and LeCompte, 1984) . The interviewer handed a set of cards with a range of English and Welsh lexical items related to leadership and management (see Spare empty cards were further used to encourage participants to write down any lexical items that they see as connected to the processes of leading or managing in Welsh or English.
All interviews used the Welsh word cards first and then followed with the English word cards. Drawing on both Welsh and English lexical items intended to enhance insights into the multilingual work context of these participants. Once these card discussions were concluded, the interviewer engaged the interviewee in a semi-structured conversation and asked questions such as 'how would you describe a leader', 'how would you describe a manager', 'when do you use the Welsh words or the English words in practice'? This served as an opportunity for the interviewer to probe and ask follow-up questions to the card discussion.
This particular choice of method was informed by Jepson's (2010a) work with target language-specific expressions (see Table 1 ). An independent linguist and Welsh native speaker was employed to conduct the research and work with the academic team on the Page 13 of 41 empirical analysis. The participants were 24 senior managers working in four public sector, one third-sector and four private sector organisations (see Table 2 for details).
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Despite the overall high level of 'formal' Welsh language fluency, the degree to which interviewees felt comfortable talking about the meaning and use of the Welsh words compared to the English words varied widely across the sample. Those participants working at higher levels in organisations tended to be more engaged in discussing differences between the Welsh and English words. A reason for this could be their formal educational background, either the level attained or the level to which their formal education has been anglicised. The younger the participants, the more their education was through Welsh, though, paradoxically, they were often less articulate in their responses suggesting, perhaps, that this aspect may be more to do with register and professional lexis than degree of fluency.
The organisational context also seemed to matter here with regards to organisational policies on the use of Welsh or English internally and with clients externally. Furthermore, there is no Welsh equivalent to some English words and therefore English words are evident in the original Welsh transcripts, highlighting the continuing dominance of the English language within organisational discourse and practice (Jones- Evans et al., 2011) . This use of English terminology in the interviews, however, appears to be more prevalent amongst those managers either educated or with significant career experiences outside Wales.
It is worth noting that the word translations listed in Table 1 one could obtain a better grasp of the semantic range available to the interviewees. Some are simple one-to-one equivalences; others are very broad in usage. Table 3 provides an overview of all the English equivalents found in Cysgeir related to all the Welsh prompt cards (the equivalent English prompt card is shown in bold).
INSERT TABLE 3 HERE
The word translations, the empirical material collected and analyses conducted are not treated as fixed in meaning and representative of an objective reality but rather as socially constructed in interactions (Sliwa and Johansson, 2014) between the interviewees, the researcher and the wider academic team involved in the empirical analysis. As such, the analysis process was iterative and ongoing (Lincoln and Guba, 1985) , through the transcripts, coded these and discussed arising themes. These second stage interpretations of the empirical material were further compared back to the themes recorded in the first stage of analysis and grouped to produce a list of second-order themes (Gioia et al., 2013) focussed on meanings of specific English and Welsh words. The native Welsh speaking researcher was consulted on these second-order themes and a final stage of analysis then took this list and went back through the interview transcripts to ensure that nuances in meaning within and across both languages were captured. It is in this final stage of analysis that particular attention was paid to over-arching power-based themes.
We will focus in the following findings section on the discussion of three word pairs as they entail the strongest second-order themes present in the interviews.
Findings

Arweinydd and Leader
Across all 24 interviews there was considerable diversity in the way participants signified the Welsh word arweinydd and the English word leader. Some respondents were immediately reflecting on the meaning of the words in context, i.e. in relation to their own experiences and the organisational usage, whilst others were exploring these words in a much more abstract sense. Three types of responses emerged across the empirical material and seemed to be linked to the participants' connection with the Welsh language: a) those that thought the words were the same b) those that saw a difference between the Welsh and English word c) those that were just getting used to the Welsh word The distinction made above is reminiscent of the gender stereotypes dominant in leadership discourse (Painter-Morland and Deslandes, 2014) and could be read as attributing agentic (masculine, control) characteristics to the lexical item leader whereas arweinydd seems to be described in communal (feminine, caring) terms (Eagly and Carli, 2007) . In addition, for participant E and N, leader takes on a public, political perspective whereas arweinydd bears a socio-historical meaning: This last quote starts to address more directly the political dimension of multilingual work contexts. Several managers firmly stated the influence of management development programmes on their association of management and rheoli with business discourse and the significance of its delivery in the English language, situating the Welsh word arweinydd outside a business context.
Pennaeth and head
Several participants introduced the Welsh lexical item pennaeth -head in English -to describe an aspect of management and leadership that seems of particular importance to them within a work context. Participants referred to pennaeth as a title used frequently at various levels in an organisational context. Some felt it was closely related to leading whilst others 
When do you use the Welsh words and when do you use the English words?
Responses to this formal interview question entailed detailed contextualisation of the meanings mentioned previously in relation to the lexical items listed on the word cards, delving into a range of historical, cultural and political issues. Whilst responses were often linked to the definitions introduced above, they also reflected on some of the complexity of working in multilingual contexts and the extent to which they felt that the words leader and arweinydd are used distinctly differently. Participant F's answer illustrates this well: Recognising the multiplicity in meanings of the Welsh and English words expressed in the interviews, we now turn to reflect further on the over-arching power-based themes found within the empirical material and highlight implications for leadership and management practice within this multilingual work context.
Discussion
The over-arching linguistic power based themes are interlinked with three core second-order themes. The first core theme emerging from our empirical analysis was the relative disassociation of the words leader or arweinydd with the participants' workplace.
Indeed, those who saw a difference between arweinydd and leader associated the Welsh word more strongly with non-business related aspects of life such as choir practice -resembling historically recorded meanings of arweinydd as a conductor -whereas business life was more was the cultural activities in the local, social context where the Welsh language continued to thrive. Another facet of this signification of arweinydd compared to the English word leader was the emotional connotation of both lexical items. Whilst both leader and arweinydd share a similar focus on direction, participants associated different feelings with these words. The softer, warmer feeling associated with arweinydd -particularly amongst those who looked upon Welsh as their mother tongue -could be read as symbolising the comfort that these participants experience when using words that reflect most closely their social belonging (Jones-Evans et al., 2011, p. 220) . We also noted that characteristics that are stereotypically coded as feminine in the leadership literature (Eagly and Carli, 2007 ) -such as nurturingwere more closely aligned with arweinydd compared to the leader. It is in this gendered reading of the participants' reflections, that we start to see a connection to the dominant leader discourse reproducing masculine ideal leader images. We could therefore see the disassociation of arweinydd with business life as a result of the interaction of linguistic imperialism embedded historically in organisational life in Wales (Phillipson, 1992) and the colonisation of English-language based leadership discourse with masculine images that render the cultural associations of arweinydd (e.g. as a nurturing compere) subordinated to the stronger, competitive signification of leader.
The second core theme looks at this complex role of the dominant English-language based leadership discourse in more detail. The rise of the hegemony of the heroic leader and its discursive colonisation of organisations and executive education is well researched (e.g. O'Reilly and Reed, 2010; Ford et al., 2008) . Ford et al. (2008) and Ford and Harding (2007) have particularly argued that the title manager has not only been replaced largely in organisations by the more popular term leader but that managers are also expected to become and take the identity of a leader. Whilst our research showed a familiar gendered reading of the lexical item leadership, it did not suggest the dominance of this discourse of leaderism tensions between the exaggerated expectations discursively imposed on this label and the situated experience of those enacting such roles (Ford, 2010; Ford and Harding, 2007) .
Participant F made an explicit reference to the tensions emerging through pressures to assume and use words such as leader to describe one's own role when these are perceived to be at odds with local, socially rooted notions of arweinydd or pennaeth. Unlike Jones-Evans et al.
(2011), our findings do not suggest a direct link between being or speaking Welsh and career progression into senior management or leadership positions. Yet, our participants' reflections on language use in the workplace do make visible some of the power dynamics at work where the dominant business and educational language (Steyaert and Janssens, 2013; Steyaert et al., 2011) has normalised the use of English words for management and leadership that are signified through dominant managerialist discourses, thereby affecting narratives of self at work (Sliwa and Johansson, 2014) 
Concluding Remarks
This paper sought to advance our understanding of linguistic multiplicity in meanings and uses of referents of leadership and management in the context of Wales. It argued that there is a real need for contextual studies (Ozbilgin, 2011) as a means to strengthening our understanding of multiple and possibly competing referents and signification of the lexical items leadership and management. This is particularly important in light of the dominant, essentialist strand of leadership theory and discourse that takes the Anglo-centric meaning of the word and its relationship with management as universally applicable (Jepson, 2010a) .
Our analysis of empirical material from a qualitative research study with 24 senior managers working in nine Welsh organisations has enhanced our understanding of this multilingual work context in two ways. First of all, the analyses of the participants' Participant references to the dominance of management development programmes and their sole delivery in the English language could be seen to reflect the complex interplay of a historical linguistic imperialism of the English language within organisations and education in Wales, and the colonisation of a continued focus on managerialism over organisational discourses. These development programmes can further be seen to impact narratives of self at work (Sliwa and Johansson, 2014; Alvesson and Willmott, 2002) , reinforcing ideal images of managers that are potentially alien to or in contradiction with local, social values and practices and thus leading to the continued subordination of Welsh based lexical items such as arweinydd or pennaeth in connection with senior organisational positions.
Contribution to practice
This paper has real implications for managers working in Wales as it 'makes multiplicity visible' (Steyaert and Janssens, 2013, p. 138) and enables historically rooted Welsh language expressions to be heard and understood. It further highlights the influence of historical linguistic imperialism over dominant organisational discourses of management and the confinement of the dominated Welsh referents of leadership to non-business contexts, supporting Evans and Sinclair's (2015) observation that leadership may not always be the most relevant concept.
More broadly, our research into language multiplicity ensures that leadership and management practice is understood to be contextually embedded in local, political, 'structural and cultural webs of relation' (Ozbilgin, 2011, p. 2) . As such, organisations need to recognise that leaders and managers work within contexts of linguistic and cultural heterogeneity and need to be equipped with an understanding of 'the complexities of such plurality and differentiation' (Jack and Lorbiecki, 2007, p. S82) . Recognising diversity of languages and discourses alongside heterogeneity in gender, ethnicity, culture and identity is of great importance for organisations, enabling management to take a more holistic view of the nature and complexities of diversity. Our small study has highlighted the importance of making visible the power play of languages, where tensions arise between dominant labels of leadership and their dominated, local referents. The dominance of English-language based management development programmes in our study has reinforced ideals of a leader and manager that are embedded in dominant Anglo discourse and subordinated locally rooted notions of leading and managing. This may disadvantage potentially effective leaders and managers who do not fit or are unable to discursively narrate their self identities accordingly (Sliwa and Johansson, 2014) . Recognising these realities and implications of multilingualism may ultimately make existing power relationships visible and enhance active dialogue in organisations that enables language to be seen as polyphonic. This focus on language multiplicity and power dynamics should then form part of national and international
Page 31 of 41 management development programmes in organisations in order to raise awareness of the realities of multilingualism and to encourage dialogue as a core feature of successful leadership and management processes.
Future research
Further research into the semantics of referent word use within multilingual contexts would enhance our understanding of locally situated perceptions of leadership and inherent power dynamics. These studies could replicate the word card technique we have introduced here and complement these through explorations of meaning associated with other media, such as, artefacts, imagery, paintings or poetry to elicit further thoughts and discussion in relation to leadership and management (Taylor and Ladkin, 2009; Schyns et al., 2013) . In addition, it will be of great importance to bring a longitudinal, ethnographic element to this kind of research. An ethnographic study in a Welsh organisation, for example, is likely to shed light on language practices and political processes of language performance, particularly linked to the words leader/arweinydd, manager/rheolwr and head/pennaeth, but potentially also highlighting their interaction with other minority languages, differences across dialects and professional and organisational discourses. Through observations of meetings and daily interactions within groups, the researcher is able explore the diversity of the meaning-in-use of these lexical items within specific professional and organisational contexts and highlight possible other social identifiers such as gender, race, sexuality and age. Building on this example of the Welsh context, we hence recommend contextual studies of leadership meaning-in-use in other international and language diverse work settings that focus particularly on how dominant and minority languages are being used and interact in situ and their influence on perceptions of leadership and management in real terms in organisations.
